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with Marvin Weisbord, reviewed, 305- 
308 

Bridges, W., Surviving Corporate Transition: 
Rational Management in a World of 
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207-208; “Human Resource Develop- 
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tation, 160-161; reasons, 157, 158; 
trend toward, 157-158; and unions, 
158, 162 


H 
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effects, 154-156. See also Job disloca- 
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ness, 356-357; skills, 378-379, strate- 
gies, 301; subordinates’ feedback 
(study), 372-384; systems, 301-302; 
task/relationship behaviors, 74, 80; and 
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mance Appiaisa! Purpose Training on 
Rating Errors and Accuracy,” 167- 
177 

Okros, A. C., “‘Northern Adventure’: A 
Personnel Selection Game,” 343-354 

Organizational development (OD): and 
growth stages, 109, 115-124; and 
HRD, 183; pyramid, 115; and QWL, 
36-38 

Organization-culture: argument against 
rhetoric, 339-342; basic characteris- 
tics, 324-325; defined, 322-323; plan- 
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